This paper takes 328 questionnaires of supervisors and employees in the service industry as samples and verifies the mechanism of the relationship between job competence and job well-being from the perspective of mediating effect of job insecurity and moderating effect of perceived organizational support. The results show that job competence has a significant positive impact on job well-being, the stronger job competence is, and the higher job well-being will be. And the positive effect of job competence on job well-being is mediated by job insecurity. Job competence has a positive effect on job insecurity, job insecurity has a significant negative effect on job well-being，and perceived organizational support moderates the relationship between job insecurity and job well-being, with the increase of perceived organizational support, the negative influence of job insecurity on job well-being decreased. It provides new ideas for the service industry to strengthen care and support for employees to reduce job insecurity, improve employee happiness and motivate employees.
Introduction
With the rise of active organizational behavior theory and China's emphasis on modern service industry talents, the job well-being of service industry talents has gradually become a hot issue in research field. Active organizational behavior theory with the mission of pursuing employees healthy and happy (Meneghel, 2016) , aims to benefit both organizations and employees and realize win-win. In modern service industry, the employees with combination of service, knowledge and skills often communicate with customers and provide service to customers face-to-face. Whether they feel satisfied and happy at work will directly affect their service behavior and service attitude. Ultimately, it affects the quality of service, which in turn affects customer's mood and purchasing behavior, and even affects customer satisfaction and loyalty, it can even affect the achievement of organizational goals. In current China, the occupational characteristics of modern service industry and the uncertainty of labor market have increased employees' sense of job insecurity, affected their personal physical and mental health and happiness, affected their organizational commitment, and led to resignation tendency. Therefore, perceived organizational support is valued by enterprise managers and scholars. The perceived organizational support can understand employees' needs and expectations for the organization from the perspective of employees, reduce their insecurities by satisfying their needs, and stimulate their attitudes and behaviors that are conducive to the organization.
Both theoretical and empirical studies have shown that job competency is an important factor affecting job well-being, but the mechanism is not clear. Existing research mainly focus on the influencing factors and evaluation model of job competency or job well-being alone. There are few studies research on the relationship between them and the influencing mechanism. This study takes the employees of China's modern service industry as the survey respondents, by introducing job insecurity and perceived organizational support as intermediate variables for empirical analysis, explores the relationship between job competency and job well-being through empirical analysis, and investigates the role of relevant variables of the psychological level in order to enriching theoretical research of job competence and job well-being.
Literature Review
With regard to the definition of competency, the current authoritative definition is given by McClelland (1973) . He believes that job competency refers to personal traits such as knowledge, attitude, values, and motivation. It can be expressed through work performance and can be measured by some specific methods. In this study, it is considered that job competency is an individual trait that can distinguish different job performance, which may be manifested as high cognitive ability, good values and excellent behavioral skills.
The initial study on job insecurity came from Greenhalgh and Rosenblatt (1984) , who defined job insecurity as an employee's sense of inability to maintain the desired continuity in a threatened work situation. At present, scholars still disagree on the definition of job insecurity. This study believes that job insecurity refers to the sense of employees' inability to maintain their expectations in a threatened work situation. This sense of powerlessness is not only the fear of losing jobs, but also the fear of losing some job characteristics and resources (Greenhalgh& Rosenblatt, 1984; Reichert, 2015; Witte, 2016) . Eisenberger (1986) based on the social exchange theory in social psychology, first proposed the concept of Perceived Organizational Support (POS), which is used to express employees' Perceived Organizational commitment to themselves. It is believed that the perceived organizational support refers to employees' perception and view on whether the organization cares about their interests and attaches importance to their contributions, and the questionnaire of perceived organizational support is developed, which is used for reference in this study.
The research results on happiness in China and abroad are extremely rich, and the connotation categories can be divided into two major research factions: subjective well-being and psychological well-being. This study believes that job well-being firstly displays subjective well-being and is also closely related to psychological well-being. It is the positive or negative emotion that the staff feels in the process of pursuing self-value realization.
Methodology Design

Research Hypothesis
A large number of empirical studies have found the relationship between job competency, job insecurity, perceived organizational support and job well-being. Cuyper (2014) studied the relationship between job competency and job well-being and the role of job insecurity as a madiator variable. Some scholars have studied the role of perceived organizational support as a moderator. For example, Kurtessis et al. (2015) believes that perceived organizational support can moderate the relationship between leader-member exchange (LMX) and job satisfaction of employee. Wen et al. (2018) found that perceived organizational support plays a moderating role in the relationship between emotional labor and job satisfaction . Yeves et al. (2019) studied the moderating effect of perceived employability on job insecurity and job satisfaction. Abraido-lanza(1997) proposed that personal ability plays an important role in the job well-being. Occupational competency can bring positive employee behaviors to the organization, such as improving employee's job satisfaction in the organization (Akkermans et al., 2013; Tomietto et al., 2019) .It can be seen that job competency plays an important role in improving job well-being.
The relationship between job competency and job insecurity is controversial. Some scholars believe that job competency can help employees find jobs and cope with job insecurity (Fugate, 2004) . Job competency can bring positive career development results to employees, such as reducing occupational insecurity (Kuijpers, 2006; Colakoglu, 2011) . However, some scholars believe that employees with higher job competency are more likely to perceive job insecurity than those with lower job competency (Atkinson, 1984) .
Most studies on the relationship between job insecurity and happiness by scholars have found that there is a negative correlation between them, and job insecurity will lead to lower happiness (Ferrie et al., 1998; Hellgren, 2010; Elst, 2014) . Griep (2016) believes that job insecurity is harmful and detrimental to health and low satisfaction. Elst et al. (2011) found that job insecurity frustrated employees' psychological needs, and then negatively affected their happiness. Emberland et al. (2010) believed that job insecurity had a significant negative predictive effect on psychological well-being. Menendez et al. (2019) studied that job insecurity has a significant negative impact on job well-being of employees.
Studies on the perceived organizational support have found that there is a significant positive relationship between perceived organizational support and job satisfaction, and job satisfaction is an important factor of job well-being (Rhoades, 2002; Panaccio & Vandenberghe, 2009 ); Perceived organizational support is closely related to job well-being, and good organizational support can help improve job well-being (Wang et al., 2018; Maria et al., 2019) . Faris (2018) proposed that job insecurity is significantly positively correlated with resignation intention, and organizational support and commitment play a moderating role in the relationship between job insecurity and resignation intention.
Based on these research foundations, this study believes that job competency will have a positive impact on the job well-being of service industry employees, and job insecurity plays an important intermediary role in the relationship. Hereby, this study designed the research framework as shown in Figure 1 and proposed relevant hypotheses.
Job Competence
Job Well-Being Job Insecurity H2 H3
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Perceived Organizational Support In the theoretical model of this study, job competence is an independent variable, job well-being is a dependent variable, and job insecurity is a mediator variable, moderators such as perceived organizational support is also added in this research in order to discuss its effects on job competence and job well-being. Based on the above research framework, the following research hypotheses are proposed:
H1: The job competency has a significant positively effect on job well-being.
H2: Job competence has a significant negative effect on job insecurity.
H3: Job insecurity has a significant negative effect on job well-being.
H4: Perceived organizational support moderates the relationship between job insecurity and job well-being. With the increase of perceived organizational support, the negatively influences of job insecurity on job well-being is smaller.
H5: Job insecurity mediates the relationship between job competence and job well-being.
Research Tools
In this study, the required data were collected by questionnaire survey, and the first draft of questionnaire was prepared with reference to relevant mature scales. First, the draft will be submitted to the relevant field experts to review and put forward Suggestions for revision. Then, the modified questionnaire was used to conduct the pre-test survey, and the reliability and validity of the questionnaire were evaluated with the pre-test survey data. Finally, the formal questionnaire was determined after optimization according to the evaluation results, and the investigation was carried out according to the formal questionnaire. The following is a detailed description of the compilation and content composition of the questionnaire.
The questionnaire is divided into five parts: personal background information, job competency scale, job insecurity scale, job well-being scale and perceived organizational support scale. The questions in the scale are based on the Likert five-point scoring type. From 1 to 5, they represent five levels of strongly disagreement, disagreement, generality, agreement, strongly agreement.
The job competency scale is based on the relevant foreign theories and the scale designed by Zhu (2014) on the job competence of service personnel, which has a total of 9 questions. The Job Insecurity Scale used the Hellgren et al. (1999) scale for a total of 6 questions which includes two dimensions about continuity and development. The Perceived Organizational Support Scale used the simplified version of Eisenberger (1986) scale for a total of 5 questions. The job well-being Scale draws on the PWB scale designed by Abbott et al. (2006) and is revised based on the actual survey. It is divided into six dimensions: self-acceptance, job value, benefits and income, development prospect, environment control and interpersonal relationship. There are 28 questions in total.
In addition, in order to avoid the possible expansion or contraction of the concept caused by the variation of the common method, it would lead to the error of the subsequent hypothesis inference. In this study, the effects of CMV were prevented through questionnaire layout design and paired survey.
Sampling Method and Sample Size Allocation
The sample of this study comes from the service industry personnel. This study selects the individual employees of the communication, finance, tourism and education service enterprises with relatively large number of employees as the questionnaire survey object. In order to ensure the representativeness and operability of the sample, a sampling method combining staged stratified random sampling is adopted, and 300 people are taken as samples. In the first stage, the country is divided into the eastern, central and western regions as the three levels of sampling. In the second phase, five provinces are sampled by simple random sampling in each layer. The sample provinces are allocated according to the number of eastern, central and western provinces. There are two provinces in the east and west, and one province in the central part. The results are Shandong, Shaanxi, Jilin, Guangdong, and Yunnan respectively. In the third phase, service employees were randomly selected from the database of social security department of the sampled province, with an average of 75 employees from each of the four industries and 15 employees from each province in each industry.
In addition, in order to ensure the validity and accuracy of variable measurement, the research uses the paired research method, because the survey of job competency cannot only be based on the individual self-evaluation of the employees, but the supervisors should also evaluate the competence of the respondents, and then carry out the weighted conversion. So matching survey is needed. This is done by matching service employees to their supervisors, and asking them a questionnaire. The data obtained from the supervisor's survey and the survey data of the object of study are averaged to obtain the survey data of job competency.
In this study, Amos research and analysis software was used to verify the fitting degree of structural equation model. Structural equation model has high requirements, and it is not appropriate to require too large or too small sample size. Gorsuch (1983) believes that the ratio of sample size to the number of variables should be more than 5 to 1, and the larger the better in principle . Considering the number of variables, the sample size determined in this study is about 300. Considering the inefficiency of about 15%, 350 questionnaires were distributed in the formal survey.
Empirical Results
Descriptive Statistical Analysis
In the pre-survey, 50 questionnaires were distributed, 50 questionnaires were recovered, and 3 invalid questionnaires were eliminated. Through item analysis, reliability analysis and validity analysis of the pre-survey data, it was found that the scale had good reliability and validity. The questionnaire with small sample test was applied to the formal investigation.
A total of 350 questionnaires were actually distributed in this formal investigation, and 342 were recovered, with a recovery rate of 97.7%. According to the matching survey design of the questionnaire, 318 people were responsible for the investigation, and 318 pairs of questionnaires were collected, covering the personal evaluation of 340 people. After sorting out, 328 effective questionnaires were obtained, with an effective rate of 93.7%. Among the 328 respondents, the sample distribution is basically consistent with the overall distribution status of service industry employees.
As shown in table 1, this study involves a survey of four variables. As for the distribution of samples among all variables, the results show that the mean value is higher than 3.0, indicating that the respondents generally have a higher ability or level in these aspects. 
Reliability Analysis
The most suitable index for the reliability test of the questionnaire is Cronbach's α coefficient. When the coefficient value is greater than 0.7, it can be considered that the questionnaire as a whole has a high consistency.
The results of table 2 show that the Cronbach's α coefficients of 4 variables are all over 0.9, indicating that the reliability of each variables is good and the questionnaire is credible. 
Correlation Analysis
From the statistical results in Table 3 , the Pearson correlation coefficient between job competency and job insecurity is 0.575, and the corresponding P value is less than 0.01, indicating that there is a significant positive relationship between job competency and job insecurity at 1% significance level. The Pearson correlation coefficient between job insecurity and job well-being is -0.639, and the corresponding P value is less than 0.01, indicating that there is a significant negative relationship between job insecurity and job well-being at 1% significance level. Similarly, perceived organizational support organizational is positively correlated with job well-being, and job competency is positively correlated with job well-being. The results of correlation analysis can verify hypothesis H1, H3 and deny H2. Note. ** At a confidence level of 0.01, the significance test of the correlation is passed.
Regression Analysis
In the research, two-step regression method was used to test the adjustment effect of organizational support. The first step is to take job well-being as the dependent variable and job insecurity and perceived organizational support as the independent variables to conduct a multiple linear regression analysis. The second step took job well-being as the dependent variable and job insecurity, Perceived organizational support and job insecurity multiplied by Perceived organizational support as the independent variables to conduct multiple linear regression analysis. According to the statistical results in table 4, the regression results of the first step are shown in model 1, R 2 is 0.692, the regression coefficient of job insecurity is-1.058, the T value is -12.468, the P value is 0.000, and the P value is less than 0.01. It indicates that at the significance level of 1%, the coefficient of job insecurity has a very significant statistical significance, that is, there is a very significant negative relationship between job insecurity and job well-being. This also verifies hypothesis H3.
Similar to perceived organizational support, R 2 is 0.692, the regression coefficient of perceived organizational support is 1.841, the T value is 21.710, the P value is 0.000, and the P value is less than 0.01. It can be seen that there is a significant positive relationship between organizational support and job well-being. The regression results of the second step are shown in model 2, R 2 is 0.792, that is, R 2 of model 2 is greater than model 1, and the interaction between job insecurity and organizational support (job insecurity multiplied by perceived organizational support) is very significant, indicating that organizational support has a significant regulatory effect and a negative regulatory effect. This also verifies hypothesis H4. Note. ***means p<0.01; β: regression coefficient.
Structural Equation Model (SEM) Analysis
Structural Equation Models
According to the statistical results in Table 5 , the fitting indexes of the model are as follows: Chi-square DOF ratio is 1.508, less than 3.And GFI is 0.938, AGFI is 0.946, NFI is 0.916, IFI is 0.908, and CFI is 0.907.The fitting indexes of the model are all greater than 0.90, indicating that the model fitting is ideal. SRMR is 0.062, RMSEA is 0.075, less than 0.08, indicates a good model fitness. 
Path Analysis and Mediation Analysis
From the results of the path coefficients of the structural equations in Table 6 , the normalized path coefficient of job insecurity <---job competence is 0.821, the non-standardized path coefficient is 0.384, the standard error is 0.066, the T value is 5.812, and the P value is less than 0.001 (***), indicating that the path of job competency to job insecurity is significant, and that job competency and job insecurity exhibit a significant positive relationship, which deny hypothesis H2. Similar paths show that job insecurity and job well-being have a significant negative relationship which verifies H3.
The standardized path coefficient of job well-being<--job competence is -0.096, the non-standardized path coefficient is -0.085, the standard error is 0.063, the T value is -1.338, and the P value is 0.181, which indicate that the path from job competence to job well-being is not significant. So it is a complete mediating effect.
Job insecurity plays a significant and complete mediating role in the relationship between job competency and job well-being, the Median effect value is 0.821*(-0.409)=-0.336, which verifies H5. 
Hypothesis Verification Results
Based on the above data analysis results, the validation results of the hypothesis in this study are summarized as shown in Table 7 . 
Conclusions
This paper takes the relationship among job competency, job insecurity, perceived organizational support and job well-being of service industry employees as the main line of study. Through sampling questionnaire survey data, this paper discusses the influence of job competency on job well-being, and analyzes how job competency influences job well-being through the mediating effect of job insecurity and the moderating effect of perceived organizational support. In this study, the following conclusions were obtained:
Job competency will positively affect their job insecurity, and the stronger job competency, the higher their job insecurity. The stronger the service industry employees' job competence, as a subjective feeling, the higher the degree of job insecurity they feel, which is different from the research results of some scholars, but consistent with the research of Atkinson (1984) .
Job insecurity has a significant negative effect on job well-being. The higher the degree of job insecurity, the lower the sense of job well-being. The job competency of service employees will influence their job well-being through the intermediary effect of job insecurity.
Perceived organizational support moderates the relationship between job insecurity and job well-being. With the increase of perceived organizational support, the negative influence of job insecurity on job well-being decreased.
This study further enriches the research on job competency and job well-being, reveals the effect of job competency on job well-being, and verifies the important role of job insecurity and perceived organizational support. It provides new ideas for the service industry to strengthen care and support for employees to reduce job insecurity, improve employee happiness and motivate employees.
